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Abstract
This study aims to find out the relationship between emotion regulation, 
political perception and job satisfaction by using the Structural Equation 
Model and to examine whether demographic factors have an effect on this 
relationship. To test the model, other than the demographic variables, a 19-
question scale was applied to 699 employees in the health sector in Diyarbakır, 
which is located in the Eastern Anatolia Region of Turkey. To analyze the 
collected data, Structural Equation Modeling method was used with the 
aid of AMOS 18.0 software. A positive linear relationship between emotion 
regulation and job satisfaction and a negative relationship between political 
perception and job satisfaction were determined. Besides these two latent 
variables, emotion regulation and political perception; it was found that 
age, sector and title contributed to explain variances in the job satisfaction 
variable which was at 34%. Additionally, some differences in terms of 
demographic variables were found. The job satisfaction of employees working 
in private hospitals was higher than those working in public hospitals; the 
emotion regulation ability of employees working in public hospitals was 
higher than those working in private hospitals; the emotion regulation ability 
of employees between the age 41 and 50 was higher than those who were 
younger; the emotion regulation ability of employees who had undergraduate 
degrees was higher than those who had graduate degrees.
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Introduction
The researchers in this study intended to find out how political 
perception, and emotion regulation influenced job satisfaction. Early 
studies have shown that job satisfaction increased or decreased due 
to emotion regulation and political perception (Spector, 1997; Ferris, 
Frink, Galang, Kacmar., & Howard, 1996). Although measuring 
many concepts in social sciences is challenging; as emotion 
regulation is directly related to subjective perception, it is harder to 
set this concept on a scale. In spite of this difficulty, the number of 
researches on this subject has increased, as it has been determined 
that emotion regulation or management affects performance in 
decision-making (Fenton-O’Creevy, Nicholson., & Willman, 2011) 
and also organizational performance (Moon & Lord, 2006). Similar 
to emotion regulation, job satisfaction, is defined as the positive or 
negative feelings of employees towards their jobs (Spector, 1997), and 
is accepted as one of the key variables, that is closely related to life 
satisfaction, motivation and organizational performance (Bakır, 2009).
As emotion regulation affects job satisfaction, quality customer service 
and even the health of employees (Kim, Bhave., & Glomb, 2013), thus 
the relationship between emotion regulation and job satisfaction is 
examined.
The perception created by emotions which are directed by behavior 
is much more important than the behavior itself for the politicization 
of the organizational environment. So harmonizing the behaviors 
and perceptions, understanding and researching these perceptions 
are vital for organizations (Chan, Rosen., & Levy, 2009; Erkutlu & 
Karacaoğlu, 2015; Hassan, Vina., & Ithnin, 2017). Due to this need, the 
relationship between political perception and job satisfaction is also 
examined in this study.
This study aims to examine the concepts of emotion regulation, political 
perception and together with job satisfaction in the health sector. 
Although the concept of emotion regulation, political perception and 
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job satisfaction were examined in different combinations in different 
sectors (Rahman, Akhter., & Khan, 2017; Akçay & Çoruk, 2012; 
Ferris et al., 1996; Thiel, Griffith., & Connelly, 2013), it can be seen 
that these three concepts were not studied much in the health sector, 
concurrently. It is thought that information obtained from this study 
would be useful for managers and related academicians.
The following section focuses on a review of research concepts and 
theories associated with emotion regulation, job satisfaction, and 
political perception. Then, hypotheses are developed and studies by 
previous scholars are also discussed. Then, the research methodology 
applied in this study is explained. Next, the findings of this study 
are shown and explained. Finally, the last section is a discussion 
leading to the conclusion, which includes practical and theoretical 
contributions of the study as well as suggestions for future research.
Literature Review
In this section, emotion regulation, political perception, job satisfaction 
and the relationships between these three concepts are examined 
separately.
Emotion Regulation
Sometimes, workers have to ignore or even override their emotions to 
cope well with the environment in challenging situations. In literature, 
it is called emotion regulation.
Wagstaff and Hanton (2013: 477) defined emotion regulation as being 
‘capable of keeping emotions under sufficient control to allow for 
interpersonal relatedness and sociability, prosocial initiatives when 
appropriate, sympathy toward others, personal assertiveness when 
needed, and/or other indices of successful functioning’.
Some of the literature in emotion regulation seek effective emotion 
management strategies (Thiel et al., 2013;  Akçay and Çoruk, 2012) 
suggested approaches to effective emotion regulation; Lively and 
Weed (2014) explained sociological insights into what is emotion 
management; Wagstaff et al. (2013) aimed to improve the practice of 
individuals by providing an intervention to develop emotional abilities 
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and strategies; Purnamaningsih (2017) and Turliuc and Bujor (2013) 
examined determinants and consequences of emotional management 
and Berking et al. (2010) focused on the possibility of emotion 
management as a skill which can be enhanced by training. Improving 
emotion management ability is important because otherwise emotion 
dysregulation will lead to hopelessness, dissatisfaction, hypertension, 
coronary heart disease; even accelerate cancer progression and failure 
correspondingly (Gross, 1989; Pennebaker, 1990; Walumbwa et al., 
2010; Vatan et al., 2014).
Hochschild (1983), who is one of the pioneers in the study on emotion 
regulation, suggested mainly two strategies for employees to regulate 
their emotional displays: surface acting and deep acting. Surface acting 
means managing the expressions by hiding an undesired emotion 
and deep acting refers to changing the felt emotion (Lively & Weed, 
2014; Diefendorff et al., 2008). In short, surface acting can be defined 
as the change in external expressions while deep acting is changing 
the internal feelings (Kim et al., 2013). The selection of these two 
strategies defines the effect of emotion regulation on job satisfaction, 




Organizations are dynamic structures that have to host informal 
communities besides formal ones to continue its existence. Employees 
in these informal communities are almost always in a power struggle 
to maximize their profits and develop political behavior to win this 
struggle by affecting the behavior of other employees, turning the 
facts and status to their own advantage (Kırel, 1998).
The intention of an employee is the measure of deciding whether a 
behavior is political or not. The measure of an employee’s behavior 
that is going to be defined as political is his/her intention. If an 
employee behaves to ensure benefit to herself/himself, it means that 
this individual is behaving politically (Erol, 2015). Wickenberg and 
Kylen (2004) list the reasons for political behavior as the lack of clear 
goals, scarce resources, technological or environmental changes, non-
scheduled decisions or organizational changes. All of these items 
point out the uncertainty that causes conflict of interest. As there is 
uncertainty in every organization, we can conclude that there is also 
political behavior in all organizations.
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Political behavior is important since it affects the methods and criteria 
of decision-making, the method and reason of how employees gain 
the support of others, how subordinates are motivated and the success 
level of implementation of organizational strategies, etc. Some sources 
define political behavior as behaviors that only serve an individual 
and are not approved by the organization, and some others claim 
that it may have positive outcomes as well by defining it as a social 
affecting process to implement benefits (Demirtaş, 2013). Whether 
its results are positive or negative, an objective political behavior is 
evaluated by subjective political perceptions (Bursalı & Bağcı, 2011). 
This subjectivity might cause different understandings of the same 
situation by different people. That is why political perceptions are 
accepted as more important than the behavior because the perception 
of political environment is closely related to how a behavior and 
emotions caused by that behavior is perceived by others. Political 
perception leads employees to perceive the environment as political 
even if there is no political behavior in reality (Bursalı & Bağcı, 2011). 
The negative or positive perception of a political environment affects 
the reactions of employees, right down to their managers, colleagues 
and organizations as a whole besides their expectations, performance, 
and work-related results (Ferris et al., 1996).
Job Satisfaction
In previous studies (Porter, 1962; Lock, 1969), job satisfaction was 
defined as the mood of employees in an organization that can be 
gained by meeting the physical and psychological needs of these 
employees (Porter, 1962). In subsequent studies, researchers (Singh 
& Rhodes, 1994) focused on the perceptions of employees and job 
satisfaction was defined as the feelings of employees towards their 
jobs and the status of liking or disliking their jobs (Spector, 1997). 
According to Kooij, Jansen, Dikkers, and De Lange (2009), the job 
satisfaction level of employees is defined by an emotional status that 
is formed by the evaluation of the employees’ job experience or the 
level of satisfaction due to the effective involvement of the employees 
in the organization. On the other hand, Poyraz and Kama (2008) 
claimed that job satisfaction is related to the needs and expectations 
of employees.
Studies on the job satisfaction level of employees and the factors 
affecting this level showed different results. According to Sasse (1981)
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(as cited in Günbayı, 2000) and Rosli and Wahab (2013) these factors 
are: the nature of the work, promotion opportunities, relationship 
among employees at the workplace, salary and prestige. On the other 
hand, according to Droussiotis (2004) these factors are: working 
conditions, physical conditions of the workplace, rewards that can 
be obtained at the end of work, behavior of colleagues and the 
difficulty or attractiveness of the job. Price and Muller claimed that 
communication among colleagues and discretion on work done are 
important factors for job satisfaction (Demirhan, Kula., & Karagoz 
2014). In Turkey, these factors are listed as: working conditions, wages, 
the nature of the job, management policies and colleagues (Serinkan 
& Bardakçı, 2007). In another study, these factors were grouped into 
five as: environmental factors (social, familial and economic reasons, 
etc.), organizational factors (nature of the business, wages, promotion, 
etc.), cultural factors (beliefs, values  and judgment, etc.), individual 
factors (promotion, desire, etc.) and work environment factors 
(administrative support, colleagues, etc.) (Rahman et al., 2017).
Although classifications and detailed levels are different, it can be 
concluded that job satisfaction is mainly related to an individual’s 
characteristics, the nature of the job, career opportunities, financial 
opportunities, physical and social work environment and other 
environmental related factors.
Relationship between Emotion Regulation, Political Perception and 
Job Satisfaction
The latest studies on emotion regulation states that this ability affects 
job satisfaction, quality customer service and even the health of 
employees (Kim et al., 2013). Job satisfaction, contrary to common 
belief, is related not only to materiality but also to environmental, 
cultural, individual and organizational spheres. There it can be said 
that emotions and perceptions play a major role in the job satisfaction 
of employees. In this study, a positive relationship between emotion 
regulation and satisfaction is examined.
As some strategies of emotion regulation, namely “surface acting 
strategy”, which is defined as regulating the expression of emotion 
rather than the emotion itself, are based on the same objectives of 
political perception like acting politically in accordance with the 
expectations of employees: so as not to lose his/her job, to gain awards, 
or to avoid penalties. On the other hand, according to Hochschild 
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(1983) another emotion regulation strategy is deep acting in which 
emotion is forced to change according to environmental expectations. 
When this occurs, stress is accumulated by a person, and that could 
reduce job satisfaction (Kooij et al., 2009). It has been evaluated that 
if emotion regulation has a relationship with job satisfaction, then 
political perception could also be related to satisfaction.
The criteria of reward and promotion in organizations that have 
high political perception will depend on subjective and unfair factors 
(Chan et al., 2009; Hassan et al., 2017). Consequently, employees who 
do not believe that they will get what they deserve will have a low 
level of motivation, morale, trust, psychological well-being and job 
satisfaction (Erkutlu & Karacaoğlu, 2015). Therefore, it is expected 
that as political perception increases, job satisfaction will decrease.
The following hypotheses based on the theoretical framework of the 
study are formulated: 
H1: There is a positive relationship between emotion regulation and 
job satisfaction.
H2: There is a negative relationship between political perception and 
job satisfaction.
H3: Emotion regulation and political perception have significant 
effects on job satisfaction.
Research Methodology
The Universe and Sample of the Research
A questionnaire consisting of 19 questions, besides demographic 
variables was used to test the model. By using a stratified random 
sampling method, the questionnaires were administered to 710 
healthcare employees in both public and private hospitals located 
in Diyarbakır, South-Eastern Region of Turkey. A total of 11 
questionnaires were unanswered; therefore, 699 valid questionnaires 
were used for the analysis.
Survey Instrument
Demographic Information: This part of the questionnaire elicited the 
following information from the respondents. They include: age, 
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gender, education level, marital status, work experience, department 
and position/title.
In addition to the demographic variables, three scales were used to 
define the emotion regulation, political perception and job satisfaction 
levels of the employees. They are as follows:
Emotion Regulation Scale: This scale was developed by Mulki et 
al. (2014) and consists of 4 questions with a 5-point Likert Scale 
(1-Absolutely don’t agree, 2- Don’t agree, 3- Partially agree, 4- Agree, 
and 5- Absolutely agree). The Cronbach’s Alpha coefficient of the scale 
was found to be 0.86. Skewness and Kurtosis values were between 
-/+1. Therefore its distribution is normal.
Job Satisfaction Scale: This scale was developed by Spector (1997) and 
adapted to Turkish version by Kula (2011). The scale consists of 9 
questions with a 5-point Likert Scale (1-Absolutely don’t agree, 2- 
Don’t agree, 3- Partially agree, 4- Agree, and 5- Absolutely agree). 
The Cronbach’s Alpha coefficient of the scale was found to be 0.83. 
Skewness and Kurtosis values were between -/+1. Therefore its 
distribution is normal.
Perception of Politics Scale (POPS): This scale was developed by Kacmar 
and Carlson (1997) and adapted to Turkish version by Demirtaş (2013) 
and consists of 6 questions with a 5-point Likert Scale (1-Absolutely 
don’t agree, 2- Don’t agree, 3- Partially agree, 4- Agree, and 5- 
Absolutely agree). The Cronbach’s Alpha coefficient of the scale was 
found to be 0.82. Skewness and Kurtosis values were between -/+1. 
Therefore its distribution is normal.
Data Analysis
SPSS 18.0 software was used to analyze the data collected and 
AMOS 18.0 software for Structural Equation Modeling (SEM). SEM 
is a method that has the ability to analyze many variables at the 
same time (Wan, 2002) and that measurement errors are taken into 
account (Byrne, 2006). For SEM, different parameters are used in 
the literature for goodness-to-fit. Although there is no agreement on 
which parameter to use, it is recommended that several parameters 
should be used together. In this case, at least one parameter from each 
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three fit test groups should be used (Garson, 2009). The most common 
fit statistics values are as follows: χ2-p-χ2/df, RMSEA-PCLOSE, TLI-
CFI and HOLTER Index (Uryan, 2010, p. 70-73). In this study, the 
significance level was accepted at p<0.5. 
Results
The demographic structure of the employees who responded to the 




Public hospital Private hospital
Frequency (%) Frequency (%)
n=427 61 n=272 39
Gender
Male 246 57.6 139 51.3
Female 180 42.2 128 47.2
Age
20–30 192           45 159 58.7
31–40 160 37.5 76             28
41–50 61 14.3 26 9.6
50+ 12 2.8 9 3.3
Marital Status
Married 263 61.6 133 49.1
Unmarried 156 36.5 133 49.1
Education Level
High School 108 25.3 111 41.5
Undergraduate 242 56 124 45.8
Graduate 64 15 16 5.9
(continued)
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Variable
Public Hospital Private Hospital
Frequency (%) Frequency (%)
n=427 61 n=272 39
Experience (years)
1–5 168 39.3 134 49.4
6–10 103 24.1 70 25.8
11–15 67 15.7 21 7.7
16–20 34            8 15 5.5
20+ 41 9.6 15 5.5
Title
Doctor 90 21.1 16 5.9
Nurse 135 31.6 126 46.5
Technician 56 13.1 34 12.5
Officer 32 7.5 31 11.4
Others 103 21.1 59 21.8
n=699
61 percent of the respondents were from public hospitals and 39 
percent  were from private hospitals. There was a balance between 
male and female respondents and most of the respondents were below 
the age of 40, married, had 1–5 years of experience and graduated 
from university.
The structural equation model of the relationship between the 
variables is given in Figure 1 as follows.
According to the revised SEM, the latent variables were connected 
to all indicators and the relationship between emotion regulation, 
political perception, and job satisfaction were statistically significant 
(p<0.5). In this scope, the standardized regression weight of the 
relationship between emotion regulation and job satisfaction was 0.45, 
and the relationship between political perception and job satisfaction 
was -0.18. Based on this model, all hypotheses were supported.
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CMIN/DF: 3.1, GFI: .91, TLI: .90, CFI: .92, RMSEA: .058, HOLTER: 237
Figure 1.  The structural equation model on the relationships 
between emotion regulation, job satisfaction, and political 
perception concepts
As a result, it was found that emotion regulation, political perception, 
age, title and working sector explained 34 percent of the variance 
in the job satisfaction variable. So the unexplained value (Z1) is 66 
percent. 
The results for some demographic variables are as follows:
• The job satisfaction of the employees working in private 
hospitals was higher than those in public hospitals (t: -4.12, 
p<0.001). 
• The emotion regulation ability of the employees working in 
public hospitals was higher than those in private hospitals 
(t: -3.53, p<0.001).
• The emotion regulation ability of the employees between age 
41–50 was higher than the younger ones (F: 2.67, p<0.05).
• The job satisfaction of the employees with 16–20 years of work 
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Figure 2. The Structural Equation Model on the Relationships between Emotion Regulation, Job 
Satisfaction, and Political Perception Concepts 
 
 
16–20 34 8 15 5.5 
20+ 41 9.6 15 5.5 
Title 
Doctor 90 21.1 16 5.9 
Nurse 135 31.6 126 46.5 
Technician  56 13.1 34 12.5 
Officer 32 7.5 31 11.4 
Others 103 21.1 59 21.8 
Acer 12/18/19 6:51 PM
Comment [20]: Pl.	  cross-­‐check	  with	  the	  
numbering	  in	  the	  figure.	  
64        
IJMS 26 (1), 55–71 (2019)                
• The emotion regulation ability of the employees with 
undergraduate degrees was higher than those with graduate 
degrees (F: 3.272, p<0.05).
Discussion and Conclusion
Based on the results of the research, there was a positive linear 
relationship between emotion regulation and job satisfaction and 
a negative linear relationship between political perception and job 
satisfaction. Besides the two latent variables, emotion regulation 
and political perception; it was found that age, sector and title also 
contributed to explain the variances in job satisfaction variable which 
was found to be at 34 percent.
According to these findings, as the ability of emotion regulation of 
employees increased, their job satisfaction also increased. This result 
is consistent with studies which determined positive relationships 
between these two variables (Gürel & Bozkurt, 2015). Therefore 
training programs that help healthcare employees to develop their 
emotion regulation abilities and apply effective regulation strategies 
are recommended to improve their level of job satisfaction.
When the negative relationship between political perception and job 
satisfaction was considered, it was found that the negative perception 
of the political environment in an organization can result in cynical 
behavior and employees with cynical behavior would believe that 
their organization was unfair and insincere (Demirtaş, 2013). This 
belief would negatively affect the social work environment, and in 
turn would also affect job satisfaction, negatively. Thus managers 
should avoid policies that encourage only surface acting strategies, 
which could result in forming political perception in the long term 
and affect job satisfaction negatively. In addition to this, managers 
should apply restrictions on unethical political behavior to avoid the 
negative effects of political perception. In addition to these results, 
the statistically meaningful differences of these variables based on 
the demographic variables were examined to come up with some 
suggestions for practitioners. For example, there were many studies 
in the related literature which claimed that career, job experience and 
age had an indirect, positive effect on emotion regulation (Wu, 2011; 
Yozgat et al., 2013). Hence, consistent with these studies, we found 
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that employees between the ages of 41–50 have a higher ability in 
emotion regulation as compared to younger employees.
There are also many studies claiming that job satisfaction increases 
with age and experience since integration and harmony are increased 
by these variables as well (Clark, 1996; Malik at al., 2014). On the 
other hand, some studies found a U-shaped relationship between job 
satisfaction and age of employees (Gazioglu & Tansel, 2006). Younger 
or older employees are more satisfied with their jobs. Malik et al. (2014) 
found that there is a correlation between age and job satisfaction. They 
confirmed that the older a worker, the lower his/her job satisfaction. 
This is because older workers lose their ambition, and feel that their 
work is boring and less interesting. But for younger workers, job is 
the center of their lives as they are more career-oriented. So it can 
be concluded that young and inexperienced employees have a lower 
level of satisfaction due to their higher expectations (Kara, 2010). 
Consistent with these studies, we have also found that employees 
with 16–20 years of experience have a higher job satisfaction level. 
Therefore, organizations should correctly inform their young and 
inexperienced employees about their job scope and opportunities 
available to avoid high expectations, which could decrease their 
job satisfaction in the long term. Another finding is that the job 
satisfaction level of employees working in private hospitals is higher 
than those working in public hospitals. In fact, there are inconsistent 
and indefinite results in studies comparing job satisfaction between 
the public and private sector in the literature. Some studies found 
that private sector workers are more satisfied than public sector 
workers (Kovach, 1990), while, some studies confirmed that private 
sector workers are less satisfied than public sector workers (Smith 
et al., 1980). On the other hand, some studies showed that there is 
no difference between the public and private sector (Cho & Lee, 
2001). In this study, the results showed that private sector workers 
have higher job satisfaction. This result can be explained by way of 
the bureaucratic structure, routine work, limited career opportunities 
and limited economic opportunities in the public sector. In addition 
to this, the policies of the private sector on wages, reward and 
promotion influence job satisfaction positively. Thus, the satisfaction 
levels of public sector employees could be improved by defining 
more effective rewards and promotion criteria rather than ones that 
decrease service quality like the number of patients.
The emotion regulation ability of employees working in public 
hospitals is higher than the ones working in private hospitals. 
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Actually, the reverse may be expected since there is an obligation of 
emotion regulation for private sector employees due to the importance 
of patient satisfaction for profit requirement, but in the health sector, 
in which both the negative and positive effects of emotion regulation 
are observed dominantly, this requirement forces employees into 
surface acting. Results of some studies in the literature supported 
the findings obtained in this study. On the other hand, findings in 
some other studies showed the opposite (Oral & Köse, 2011; Seçer & 
Tınar, 2004). Oral and Köse’s (2011) studies showed that public sector 
workers use surface action strategies and emotion regulation efforts 
more than those in the private sector. On the other hand, Seçer and 
Tınar (2004) found in their study that emotion regulation usage by the 
private sector was more than the public sector. Here, surface acting is 
defined as regulating the expression of the emotion rather than the 
emotion itself. This kind of acting causes stress as claimed by Cote 
and Morgan (2002) and refrained employees from deep-acting, which 
refers to the regulation of an emotion itself. Hence, this result might be 
explained by surface-acting and correspondingly high levels of stress 
in employees working in private hospitals due to profit requirement.
In evaluating the findings and discussion of this study, limitations of 
the study should also be taken into account. The study was limited to a 
single city in Turkey and only a limited number of questionnaires were 
administered. In addition, the study was based on the perception of 
employees rather than objective criteria as the case for all field studies 
using the questionnaire method. Nevertheless since the variables are 
also subjective concepts, this method is still the most valid one.
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